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ABSTRACT 
This study explored the perceived importance of person-job fit and person-organization fit in 
relation with employee hiring and selection in Malaysian private organizations. The purpose of 
this paper is to propose a contingency perspective that describes the relative importance of person- 
job (PJ) fit and person-organization (PO) fit as selection criteria for hiring various types of 
employees. This study further identifies the antecedents of PJ and PO fit as practised by 
Malaysian private organizations. The other important aim of the study is to examine the 
consequences of PJ and PO fit in employee selection and hiring, and also develop an initial PJ 
and PO fit model in the context of Malaysian environment as well. A qualitative field study was 
then carried out to explore the perceptions of person-job (PJ) fit and person-organization (PO) fit in 
employee hiring and selection in the Malaysian private organizations. The findings from the 
qualitative study and literature review were then to develop initial research model. Ten 
Malaysian private organizations of various sizes are studied via interviews with key personnel. 
The results of the study identify twelve variables as antecedents of PJ and PO fit in hiring and 
selecting employees. The paper will also contribute theoretically and practically by providing an 
initial model of PJ and PO fit for the private organizations in the Malaysian environment. The 
implications and future directions of the study are also discussed. 
ABSTRAK 
Kajian ini menerokai kepentingan persepsi kesesuaian individu-pekerjaan (PJ) dan 
individu-organisasi (PO) berhubung dengan pengambilan dan pemilihan pekerja dalam 
organisasi swasta Malaysia. Tujuan kertas ini adalah untuk mencadangkan perspektif kontingensi 
yang menjelaskan kepentingan relatif kesesuaian individu-pekerjaan (PJ) dan individu-organisasi 
(PO) sebagai kriteria pemilihan untuk mengambil pelbagai jenis pekerja. Kajian ini seterusnya 
mengenal pasti latar belakang PJ dan PO patut seperti yang diamalkan oleh organisasi swasta 
Malaysia. Matlamat yang penting di dalam kajian ini adalah untuk mengkaji kesan-kesan PJ dan 
PO dalam pengambilan dan pemilihan pekerja, dan juga membangunkan model asas PJ dan PO 
yang sepatutnya dalam konteks persekitaran Malaysia. Satu kajian lapangan kualitatif kemudian 
dijalankan untuk meneroka persepsi individu-pekerjaan (PJ) dan individu-organisasi (PO) dalam 
pengambilan dan pemilihan pekerja di organisasi swasta Malaysia. Penemuan daripada kajian 
kualitatif dan sorotan kajian yang kemudian untuk membangunkan model penyelidikan asas. 
Sepuluh organisasi swasta Malaysia pelbagai saiz dikaji melalui temubual dengan kakitangan 
utama. Hasil kajian ini mengenalpasti dua belas pembolehubah sebagai latar belakang PJ dan PO 
dalam pengambilan dan pemilihan pekerja. Kertas ini juga akan menyumbang secara teori dan 
praktikal dengan menyediakan model asas PJ dan PO bagi organisasi swasta dalam persekitaran 
Malaysia. Implikasi dan hala tuju masa depan kajian juga dibincangkan. 
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Operational Definitions 
Many terms used within the human resource management discipline have accrued different 
meanings. The following definitions have been used operationally in this study. 
Employee Hiring and Selection (EHS) 
Employee selection is the process of matching people and jobs. The decision making process in 
hiring may involve multiple interviews and interviewer ratings and may make use of various 
performance tests as well as background and employment checks (Moore, 2014) 
Person-Job (PJ) Fit (PJF) 
Person-Job (PJ) fit is regarded as thematch between employees and requirements of jobs, that is, 
employees withperson-job fit may have knowledge, skills, and abilities that match job demands 
(Kristof-Brown, 2000; Edwards, 1991 ; O'Reilly, Chatman, & Caldwell, 1991). 
Person-Organization (PO) Fit (POF) 
Person-Organization (P-0) fit is defined as the "compatibility between people and organizations 
that occurs when at least one entity provides what the other needs or they share similar 
fundamental characteristics or both" (Kristof-Brown, Zimmerman and Johnson, 2005). 
CHAPTER 1 
1.1 Introduction 
This study focuses on the characteristics of different types of employees and employment 
relationships that determine the relative importance of Person-Job (PJ) Fit and Person- 
Organization (PO) Fit in employee selection and hiring. PJ fit and PO fit is an important concept 
in today's business environment as organizations become more aware of management and social 
issues. Thus, traditional research on employee selection (Sekiguchi, 2004, 2007) and hiring has 
focused on PJ fit or the match between human capital which are individual knowledge, skills and 
abilities (KSAs) and the requirements of the job as the major selection and hiring criteria; in 
spite of this, a growing number of practitioners and researchers advocate that this is not enough 
(Bowen, Ledford, & Nathan 1991; Werbel and Gilliland, 1999). The needs in examining these 
factors that could affect the employee selection and hiring are crucial for organizational success 
especially in Malaysia. Likewise, most of the empirical researches on PO fit as well as PJ fit in 
employee selection and hiring are conducted in western country and only little empirical research 
on specific matters has conducted in Asia (Sekiguchi, 2007; Bhatnagar and Srivastava, 2007). 
Furthermore, little progress has been made in extending PO and PJ fit research toward more 
applied and practical fields. The literature has not provided theoretical guidance as to the relative 
importance of different types of fit when organizations hire new employees (Sekiguchi, 2007). 
Consequently, the purpose of this study are as follows; (1) to explore the concept of PJ fit 
and PO fit and (2) to facilitate PJ fit and PO fit between graduateslpotential employees and 
employers with the most commercially relevant knowledge, skills and attitude for targeted job 
positions and (3) to improve the assimilation and integration of graduateslpotential employees 
into the workplace. By assessing these three issues, a clearer perspective of PJ fit and PO fit will 
emerge and it can assist not just Malaysian government linked companies but also SMEs, 
The contents of 
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APPENDIX 2 
INTERVIEW PROTOCOL / GUIDELINES 
PERSON OR GA NIZA TION FIT 
Could you please explain about your national and organizational culture in your 
organization? 
What do you understand about national cultural dimensions such as power 
distance, femininity and so on? 
How do your employees adapt themselves in your company's culture, values and 
environment? 
PERSON JOB FIT 
Do you really look into the person job fit? Why YES/ NO? 
What are the factors influencing the PJ fit in your organization? 
What are the factors influencing the PO fit in your organization? 
What is your opinion about PJ and PO fit as regard to your employees/potential 
employees? 
Do your employees aware of PJ and PO fit elements and how do they accept it? 
HIRING and SELECTION 
How do you exercise the hiring and selection in your company? 
What are your considerations when you do the hiring and selection of employees? 
Do you look into PJ or PJ fit when you are doing hiring and selection? 
What kind of selection (internallexternal) do you normally practice in your 
company? 
How do your employees perceive these practices? 
ORGANIZATIONAL CHARACTERISTICS 
How do organizational culture, size, ownership status and policy play its roles in 
your organization? 
Can you please explain how do these organizational characteristics influence the 
PJ and PO fit? 
What are the major obstacles when you really want to look into PJ and/or PO fit 
in your company? 
How do these obstacles influence the PJ and PO fit of the event? 
PO and PJ FIT INFLUENCES 
What do you think of PJ and PO fit in relation to your employee contribution, 
employee productivity, employee loyalty and employee turnover in your 
company? 
How do you measure the PJ and PO fit in relation to your employee contribution, 
employee productivity, employee loyalty and employee turnover in your 
company? 
